Human resource management (HRM) is a management concept which obtains many practices and activities. Although there is a substantial literature on HRM in the private sector, the practice of HRM in the public sector is still scarce. In the private sector, HRM is found as a factor for gaining competitive advantage, especially if HR practices are implemented in the way of highperforming working practice (HPWP). In the public sector, HRM is seen as paternalistic management, with the standardization of employment practices, collective bargaining and working practices that emphasize equal opportunities for employees. The goal of this research is to explore the characteristics and differences between HRM practice in organizations from the private and public sector. The subject of the research is HRM practice (staffing, training and development, compensation and benefits, and industrial relation and communication) in the private and public organizations in the Republic of Serbia. The methodology of the paper includes exploration of the available literature on the theme and statistical analysis of the differences between HR practices in organizations from the private and public sector. The research is based on the HR data gathered in the second CRANET research round in Serbia, performed in 2015.
INTRODUCTION
HRM as a concept of managing human capital is widely explored and discussed in private sector organizations. Most of the themes are related to the exploration of HRM activities (HR planning, staffing, training and development, compensation, retention, communication) in large private organizations, where HRM is found as a factor for gaining competitive advantage, especially if HR practices are implemented in the way of 'high performance', 'high commitment', or 'high involvement' practices as they are "thought to release untapped reserves of 'human resourcefulness' by increasing employee commitment, participation and involvement" (Gould-Williams, 2004) . On the other side, there is a lack of the literature and empirical research in the area of HRM in small and medium enterprises (Urbano and Yordanova, 2008; Zolak-Poljašević and Petković, 2013; Štangl Šušnjar et al., 2016) and organizations from public sector (Boyne et al., 1999; Gould-Williams, 2004; Marčetić, 2006; Giauque et al., 2013) . In the public sector, in the UK for example, HRM is usually seen as paternalistic management, with the standardization of employment practices, collective bargaining and working practices that emphasize equal opportunities for employees (Boyne et al., 1999; Gould-Williams, 2004) .
For the purpose of this paper, we decided to explore the practice of HRM in the public sector organizations in comparison with the HRM in the private sector organizations. The goal of this research is to explore the characteristics and differences between HRM practice in organizations from the private and public sector. The subject of the research is HRM practice (staffing, training and development, compensation and benefits, industrial relation and communication) in the private and public sector organizations in the Republic of Serbia. The methodology of the paper includes exploration of N. Berber and A. Slavić HRM in private and public organizations in Serbia
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JEMC, VOL. 6, NO. 2, 2016, 75-83 the available literature on the theme and statistical analysis of the differences between HR practices in organizations from the private and public sector. The research is based on the HR data gathered in the second CRANET research 1 round, performed in Serbia in 2015.
THEORETICAL BACKGROUND
The main goal of the enterprises from the private sector is a long-term business success and earnings for shareholders. In the case of public sector enterprises, there are two purposes of business: the provision of general public interest and achieving the commercial objectives of the business, i.e. economic benefits (Mijić et al., 2015) . Public sector is seen as less successful in comparison with private sector organizations regarding performances and management approaches (Mijić et al., 2015; Caemmerer and Dewar, 2013; Boubakri and Cosset, 1998; Megginson et al., 1994) . Today, each and every organization has to manage all its resources in the best way to create new value if it wants to survive. Therefore it was interesting to explore HRM approach in public and private sector since HRM is one of the driving forces for competitive advantages in modern business (Berber and Slavić, 2014; Campbell et al., 2012; Wright and McMahan, 2011) .
In the traditional model of the public sector organizations, employment policy was based on bureaucratic practices and principles of rulegoverned rational action. "The administrative system was subjected to a bureaucratization of procedures to ensure that decisions and actions were consistent, formalized and systematically addressed activities through a pre-defined application of rules and processes" (Brown, 2008) . The employment system in public sector can be described as (Štangl Šušnjar, 2013; Chaston, 2011; Brown, 2008; Marčetić, 2006; Boyne et al., 1999) :  Highly centralized and run by powerful state agencies or ministries that are responsible for all HRM decisions -staffing, training and career development, compensation, retirement.  Compensation is based on the job position and/or seniority.  Job positions are narrow, specific task-based and highly routinized, usually outdated.
1 http://www.ef.uns.ac.rs/cranet/index.html  Seniority or length in the service was the basis for promotion and career development.  The influence of trade unions is usually strong.  Since the main goal of public sector organizations is the provision of public service, in addition to economic, public sector organizations must achieve other legal, democratic and social values.  Public organizations had significant financial help from local, regional or state level.  Management and organization of public sector organization are under the pressure of wide range of political and economic factors.
This kind of organizational systems came under strong pressure of the modern business conditions, especially economic recession. The new approach to management in public sector organizations should allow greater flexibility in dealing with HRM issues, which would make the transformation from traditional, transactional HRM to strategic HRM, oriented to the increase of the employees' productivity and organizational outcomes. One possible approach is the New Public Management, described as a more flexible approach to public management in terms of performance-based organization which facilitates innovation and efficiency of public enterprises, and personal responsibility of managers (Štangl Šušnjar, 2013) .
Main determinants of the reform of public sector management lie in (Hughes, 2003) :  strategic approach;  management, not administration;  focus on results;  improvement of financial management;  flexibility in staffing;  flexibility in the organization;  the shift to greater competition;  new contractualism;  stressing private management styles and practices;  separation of purchasers and providers;  re-examination of the role of the government.
Since the transformation of public management is a very complex issue, we decided to explore only one segment of management in private and public sector organizations, HRM practice. Our research hypothesis, based on the above presented theoretical sources and past researches, is: (Lazarova et al., 2008) . The aim of the research is to provide high-quality data for the purposes of academic, public and private sectors, as well as for students of human resource management, and to create new knowledge about human resource management practices in different countries of the world. The questionnaire was divided into six parts/sections: HRM activities in organization, staffing, employee development, compensation and benefits, industrial relations and communication, and organizational details. Despite some methodological limitations, Cranet studies have brought important empirical data since 1990, providing insights into the development of human resource management practices in member countries, whose number is growing steadily, and to the theoretical development of the field of comparative human resource management (Karoliny et al., 2009 ).
Faculty of Economics in Subotica has performed two cycles of research on the practice of human resource management in Serbia according to the methodology of international Cranet research. As the only member of the international scientific network from Serbia, Faculty of Economics participated in this international examination of the activities of HRM in 2008 for the first time with the 50 analyzed organizations. In the first half of 2015, we examined 160 organizations. This was the second cycle of the Cranet research in Serbia. The answers to the questions gave HR managers in organizations (Leković et al., 2015) .
Regarding the sample, the largest share of the sample in Serbia in 2015 was SME sector, 60%. There are 27% of large organizations and 13% of very large, with more than 1000 employees. 
RESULTS
For the analysis of the differences between organizations from private and public sector in the usage of contemporary recruitment and selection techniques, the authors used Spearman Chi Square test. According to the data from table 1, there are statistically significant differences between private and public organizations in the usage of recruitment and selection methods.
Generally, organizations from public sector use modern techniques of recruitment and selection for professional workers less than those from the private sector (p<0.05). This is obvious for all techniques of recruitment, except for internal recruitment, where we found no statistically significant differences (p=0.99). The strengths of the associations between two variables were weak (Phi from 0.217 to 0.429). Similar results are found for the selection techniques. In the case of psychometric, online, and ability tests no statistically significant (p>0.05) differences were found, while other techniques are used in a higher share of organizations from private than from public sector.
We used Mann-Whitney U test to explore the differences between organizations from private and public sector regarding the usage of training techniques. According to the data from table 2 and 3, there are statistically significant differences between private and public sector regarding the number of days spent on training for managers and manual workers. Private sector organizations use more days than public sector organizations for For the analysis of the differences between organizations from private and public sector in the usage of contemporary compensation techniques the authors used Spearman Chi Square test. According to the data presented in table 6, there are statistically significant differences between private and public organizations in the usage of pay for performance methods. Generally, organizations from public sector use modern techniques of rewarding professional workers less than those from the private sector (p<0.05). This is obvious for all techniques of compensation, except for individual performance based pay, where there were no statistically significant (p=0.356) differences found. The strengths of the associations between these two variables were weak (Phi from 0.162 to 0.378).
We used Mann-Whitney U test to explore the differences between the organizations from private and public sector regarding the trade union practice. According to the data cited in In order to improve its organizational performances, in the line with the idea of New Public Management, public sector organizations need to change its view on HRM. According to the results, HRM in public sector is still implemented as transactional practice, not like strategic function. To improve management practice a very important step will be the employment of high qualified HR managers and managers on the other levels in public sector organizations, their continuous training, and development, and strengthening of their cooperation in order to be successful in the implementation of HR strategies and practices. Generally, this can be seen as managerial professionalization in public management.
